This article reports a study that examined the crossover of job-related self-efficacy within working couples, its underlying mechanisms, and its work-related consequences. We proposed that the job-related self-efficacy of one partner (the 'actor') can be transmitted to the other partner (the 'partner'). By building on self-efficacy research (Bandura, 1997), we hypothesized vicarious experience and verbal persuasion to be the mediators underlying this crossover process. We expected that the crossover of job-related self-efficacy would in turn result in the partner's altered engagement at work. Using a sample of 102 professionals with an academic degree and their working partners, we conducted multilevel analyses using the actor-partner interdependence model. Our analyses offered support for our hypotheses. The actor's job-related selfefficacy related positively to the partner's job-related self-efficacy. This relation was mediated by the partner's perceived vicarious experience and verbal persuasion.
Self-efficacy generally is defined as the 'beliefs in one's capabilities to organize and execute the courses of action required to produce given attainments' (Bandura, 1997: 3) . Applied to the work-context, job-related self-efficacy predicts multiple positive workrelated outcomes (Abele and Spurk, 2009; Stajkovic and Luthans, 1998) . Therefore, one major aim of research has been to find predictors of employees' job-related self-efficacy (Eden and Kinnar, 1991) . Until now, research hereby has very much focused on workrelated antecedents of job-related self-efficacy (e.g. Eden et al., 2000; McNatt and Judge, 2008) . Although research on work-related sources of job-related self-efficacy has led to important results, these studies nevertheless demonstrate that a large proportion of the variance in job-related self-efficacy remains unexplained when taking only work-related antecedents into account (e.g. McNatt and Judge, 2004) . Therefore, other factors in people's lives may contribute to the prediction of job-related self-efficacy.
Recent research increasingly focuses on the interplay between a person's work and family life (Eby et al., 2005; Voydanoff, 2002) and emphasizes that experiences made at home should not leave a person's work life unaffected (and vice versa) . Especially with the increasing number of dual-earner couples in Western societies (Ilies et al., 2007) , both partners share similar roles and thus the boundaries between a person's work and family life become more and more blurred. For example, a study by Bakker et al. (2008) demonstrates quite vividly that a person's work-related experiences do not stay in the work context but can be carried into the other partner's working life through spillover and crossover processes. We propose that such a crossover process can also occur for job-related self-efficacy. When both partners pursue a career, talk about their jobs while at home and thereby witness how the other partner copes with difficult situations at work -albeit the specific jobs might be different -self-efficacy should not remain unaffected. For example, if one partner sees him-or herself confronted with obstacles at work such as an extremely high workload, this person's partner who also works can give advice based on his or her own experiences and the partner can learn from his or her way to handle these kinds of problems. Based on these considerations, our study sheds light on antecedents of job-related self-efficacy that are generated through the interaction with one's partner. Specifically, our study examines how one partner's job-related self-efficacy might affect the other partner.
According to crossover research (Westman, 2001) , work-related psychological states can be transmitted between partners in relationships. Although crossover effects have been shown for a number of work-related states and experiences (Bakker, 2005; Demerouti et al., 2005; Song et al., 2008) , until now no study has examined the possible transmission of job-related self-efficacy between partners. Because of the interplay between a person's working and private life (Eby et al., 2005; Voydanoff, 2002) , we propose that in dual-earner relationships a person's partner can be an additional source of this person's job-related self-efficacy. We therefore investigate the crossover of jobrelated self-efficacy, the mechanisms linking both partners' job-related self-efficacy beliefs, as well as the work-related consequences of the crossover process.
We build on self-efficacy research (Bandura, 1997) and argue that the job-related self-efficacy beliefs of one partner (the 'actor') can be transmitted to the other partner (the 'partner') through vicarious experience and verbal persuasion. Furthermore, we postulate that this crossover of job-related self-efficacy will in turn become apparent in the partner's work context. Self-efficacy is a central personal self-evaluation that predicts personal motivation (Bandura, 1997) . As mentioned earlier, concerning the work context, positive effects of job-related self-efficacy on positive work-related outcomes are well documented (Stajkovic and Luthans, 1998) . In our study, we focus on work engagement as a positive affective-motivational outcome and propose that the crossover of job-related self-efficacy will be in turn related to the partner's work engagement (see Figure 1) .
Thus, the aim of our study is threefold. First, we test the possible crossover of jobrelated self-efficacy. We posit that in dual-earner relationships a person's partner can influence this person's job-related self-efficacy. We therefore assume that a person brings home his or her job-related self-efficacy beliefs, thereby affecting his or her partner via crossover processes. Second, we examine mechanisms linking both partners' job-related self-efficacy beliefs. We hereby postulate that vicarious experience and verbal persuasion mediate the crossover of job-related self-efficacy. These mediators are derived from research on general self-efficacy (Bandura, 1997) and have already been shown to affect peoples' selfefficacy beliefs in the work context (Eden and Kinnar, 1991; Mellor et al., 2006) . In a final step, we address work-related consequences of the crossover process. We argue that through the crossover of job-related self-efficacy a person's work engagement can be affected. This assumption is based on the central role of self-efficacy expectations for personal motivation (Bandura, 1997) . In the work context, self-efficacy has already been found to be positively related to a person's work engagement (Xanthopoulou et al., 2009a) .
Our study thereby aims to contribute to existing research in two ways. First, as mentioned earlier, job-related self-efficacy is an important antecedent of multiple positive work-related outcomes (Abele and Spurk, 2009; Stajkovic and Luthans, 1998) . Therefore, it is crucial to understand how employees' job-related self-efficacy beliefs are formed. We believe that through the close interdependence between a person's work and family life (Eby et al., 2005; Voydanoff, 2002) self-efficacy can also be formed outside a person's work life. By investigating the role of one's working partner for a person's jobrelated self-efficacy we want to contribute to existing literature on the sources of job-related self-efficacy and want to detect antecedents of these self-efficacy beliefs that go beyond the direct work context. Second, by investigating the crossover of job-related self-efficacy within working couples we aim to extend the existing literature on crossover processes (Westman, 2001) . Until now, most crossover research has focused on the transmission of negative psychological states such as stress or strain . Following the perspective that a person's work and private life can also be mutually enriching (Greenhaus and Powell, 2006) , we want to contribute to research on positive crossover processes by investigating the crossover of a central positive work-related self-evaluation -people's job-related self-efficacy.
The crossover process
To explain the transmission of job-related self-efficacy we build on crossover research. According to Westman (2001) , crossover can be defined as a dyadic inter-individual transmission of psychological states between two partners. It has been shown that a person's positive and negative psychological states, such as stress, mood, and engagement can be transmitted to his or her partner (Demerouti et al., 2005; Song et al., 2008) . Westman (2001) defined three mechanisms for the crossover process. First, crossover can be an empathic reaction. This means that a person can catch the psychological states of his or her partner and thereby can be affected. This empathic reaction process mostly seems to account for affective states such as mood or emotions, similarly to the phenomenon of mood contagion (Neumann and Strack, 2000; Song et al., 2010) . As job-related self-efficacy is a cognitive-motivational construct, we do not assume an affective contagion of job-related self-efficacy via an empathic reaction. The second mechanism refers to the spuriousness of crossover effects. This means that in some cases psychological states are only seemingly transmitted between two partners and are actually the result of a couple's similar environment or background. To rule out this spurious relation we conducted some additional analyses which we will explain in detail at the end of this section. The third mechanism (Westman, 2001 ) describes crossover as an indirect process and thus postulates mediators underlying the crossover process. We focus on the last mechanism and assume the crossover of job-related self-efficacy to be an indirect process. We derive the mediators linking both partners' job-related self-efficacy perceptions -vicarious experience and verbal persuasion -from research on general self-efficacy (Bandura, 1997) .
Self-efficacy research
Self-efficacy beliefs are a central predictor of personal behavior because they determine 'how much effort people will expend and how long they will persist in the face of obstacles and aversive experiences' (Bandura, 1977a: 194) . Self-efficacy is a multi-faceted, domain-specific construct. Thus, a person can have different levels of self-efficacy depending on the domain in question (Bandura, 1997) . This implies that in order to make valid predictions of a person's behavior in a given domain one should assess the person's self-efficacy in this corresponding field. In our study, we therefore focus on job-related self-efficacy as an employee's 'beliefs in one's capabilities to organize and execute the courses of action required to produce given attainments' (Bandura, 1997: 3) at work.
Job-related self-efficacy has been shown repeatedly to be an important predictor of employees' positive job-related behavior (Abele and Spurk, 2009; Stajkovic and Luthans, 1998) . But how do individuals develop their beliefs about their self-efficacy in a given domain? According to Bandura's (1977b) social learning theory, one major source of behavioral learning stems from observation of and interaction with others. This means that learning does not only have to result from experiences made by oneself. In line with this proposition, Bandura (1997) suggests that self-efficacy in a given domain can rather have four different sources: performance accomplishments (i.e. the personal encounter of success and the overcoming of difficulties); emotional arousal (i.e. physiological states like aversive arousal that can cause doubts in one's own capability); vicarious experience (i.e. modeling through the observation of other people); and verbal persuasion (i.e. verbal encouragement by other people). The first two sources of self-efficacy refer to an individual's personal experiences and are not directly dependent on the social context. Vicarious experience and verbal persuasion, however, both directly involve a person's social environment and also have been shown to positively affect self-efficacy in the work context (Eden and Kinnar, 1991; Mellor et al., 2006; Prussia and Kinicki, 1996) . We posit that when considering a person's social environment, one's partner is an important part. We therefore assume vicarious experience and verbal persuasion to be crucial in the crossover of job-related self-efficacy between partners in dual-earner relationships.
First, vicarious experience means that belief in one's capabilities can be acquired by the observation of relevant others. Thus, other people can act as models for one's own self-expectations. Observing other people being convinced of their capabilities and being successful in a given domain can foster the expectation that oneself can be equally successful. But with whom do people compare themselves? We postulate that besides a person's co-workers, this person's working partner can be an additional point of reference for his or her job-related competencies. This notion is supported by research on social comparisons in relationships (Pinkus et al., 2008) . Pinkus et al. (2008) found that couples compare themselves with respect to their skills and abilities on a daily basis. Therefore, we believe that people are aware of their partner's job-related behavior in the face of difficulties and the conviction in their job-related capabilities and that this perception models their own job-related self-efficacy. More precisely, we hypothesize that the actor's job-related self-efficacy affects the partner's job-related self-efficacy through vicarious experience.
Second, significant others can also affect a person's job-related self-efficacy beliefs via verbal persuasion, i.e. by expressing their trust in this person's capabilities. For many people, their own partner is an important confidant and a major source of social support when it comes to their job-related problems (Aryee et al., 1999; Seiger and Wiese, 2009 ). We therefore postulate that a person's job-related self-efficacy can be increased via the verbal persuasion of this person's partner. According to Bandura (1997) , verbal persuasion has a stronger impact if the 'receiving' person assumes that the person who tries to persuade is successful him-or herself in the given domain. Thus, although both people high and low in job-related self-efficacy most probably try to encourage their partners through verbal persuasion, we assume that verbal persuasion given by a person who himor herself is high in job-related self-efficacy will be more persuasive and thus more effective in the persuasion process. Therefore, partners with spouses high in job-related self-efficacy should take their verbal persuasion more seriously as the 'source' of this verbal persuasion has a higher credibility which, in turn, should increase the partner's job-related self-efficacy.
Specifically, we hypothesize that the actor's perceived job-related self-efficacy crosses over to the partner via the verbal persuasion experienced by the partner.
Hypothesis 1:
There is a crossover between the actor's and the partner's job-related self-efficacy.
Hypothesis 2:
The crossover of job-related self-efficacy is mediated by the partner's perceived vicarious experience (Hypothesis 2a) and verbal persuasion (Hypothesis 2b).
Work-related consequences of the crossover of jobrelated self-efficacy
In a further step, we examined the work-related consequences of the crossover of jobrelated self-efficacy. Is the transmission of job-related self-efficacy between the actor and the partner related to the partner's working behavior? As mentioned earlier, a person's job-related self-efficacy beliefs are a central determinant in the work context. Positive effects of self-efficacy on performance-related outcomes are well documented (Abele and Spurk, 2009; Stajkovic and Luthans, 1998 ). An important indicator for multiple performance-related outcomes is work engagement, as it has been shown to predict financial returns, loyalty, and performance ratings (Bakker and Bal, 2010; Bakker et al., 2004; Salanova et al., 2005; Xanthopoulou et al., 2009b) . Work engagement is defined as 'a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption' (Schaufeli and Bakker, 2004: 295) . Furthermore, job-related selfefficacy has already been found to be related positively to work engagement (Xanthopoulou et al., 2008; Xanthopoulou et al., 2009a) . Thus, we believe that the transmission of job-related self-efficacy between the actor and the partner should in turn result in the partner's higher work engagement. Specifically, we hypothesize an indirect effect of the actor's job-related self-efficacy on the partner's work engagement through the partner's job-related self-efficacy.
Hypothesis 3:
The actor's job-related self-efficacy indirectly predicts the partner's work engagement through the partner's job-related self-efficacy.
Alternative explanations
According to Westman (2001) , crossover effects can be spurious in the sense that there is no genuine transmission of psychological states between partners. Instead, there can be similar levels of the construct in question owing to factors such as a similar environment shared by both partners (e.g. Song et al., 2010) . In our study, we focused on another alternative explanation for a crossover of job-related self-efficacy. One obvious alternative explanation for the transmission of job-related self-efficacy could be that both partners already shared a similar level of job-related self-efficacy when they met for the first time. Research on 'assortative mating' suggests that people tend to choose partners right from the beginning who are similar to themselves in various aspects, such as personality, emotions and behavior (Gonzaga et al., 2007; Tambs and Moum, 1992) . One explanation for this phenomenon is that people are initially attracted to similar others (Gonzaga et al., 2007) . However, up to now, the 'assortative mating' perspective, to our knowledge, has not been investigated with respect to people's self-efficacy. To rule out this alternative explanation we conducted additional analyses testing two indicators of the couples' initial similarity (similarity of educational background and retrospective general similarity) as possible moderators in the crossover process. Hereby, the basic idea was to test if the strength of the relation between both partners' job-related self-efficacy was influenced by the degree of both partners' initial similarity. If assortative mating hereby should cause the positive association between both partners' job-related self-efficacy, these moderation analyses should reveal that the supposed crossover effect only holds for initially very similar partners.
Method

Procedure and sample
Our sample was obtained from a German online panel provider (respondi AG; see also Selenko et al., 2011) . Participation in this online panel is open to everybody interested and is not directly financially rewarded. However, by participating in online studies, panel members can collect bonus points that can be exchanged later in gift vouchers and other rewards. To recruit participants, the online panel provider first contacted panel members who lived in a heterosexual relationship, had an academic degree, and held a full-time job. All of those contacted participants then filled in a screening survey in which they reported whether their partner was also working with at least 20 hours average working time per week and whether both partners shared a common household. If this was the case, the contacted participant was asked if he or she would agree to give the panel provider his or her partner's email address so that the partner could be contacted separately. If the participant was willing to give the email address he or she was passed to the actual online questionnaire. Afterwards, the online panel provider contacted the panel members' partners separately via email and referred them to the same questionnaire as the online panel members. To be included in the final dataset, both partners had to fill in their questionnaire completely.
Following this procedure, we obtained a final sample of 102 couples (204 participants). To rule out selective drop-out, we compared this final sample of 204 participants with those participants who had filled in their own questionnaire completely but whose partners had not provided a complete dataset (N = 213 participants). The two groups did not differ significantly with respect to the core study variables job-related self-efficacy (t(415) = −.997, ns), work engagement (t(415) = .112, ns), vicarious experience (t(415) = −1.257, ns), and verbal persuasion (t(415) = −.694, ns).
Concerning core demographic variables, the average length of the couples' relationship was 11.66 years (SD = 6.25), with 63.7 per cent being married and 51.0 per cent having children (M = 2.66, SD = .64). Participants' average age was 37.75 years (SD = 7.58). As intended, the vast majority of our sample was fairly well educated, with 78.0 per cent having finished university or technical college and 37.3 per cent having a leadership position. Most of our participants (67.6%) were employees in private organizations. Concerning the average working time, participants' average contractual working hours were 30.83 hours per week (SD = 14.59). However, the actual working time was 41.17 hours per week on average (SD = 9.86).
Measures
We collected our data with an online questionnaire that was distributed independently to each partner. All items were in German.
We assessed job-related self-efficacy with the eight items from the general self-efficacy scale from Chen et al. (2001) . As we wanted to assess job-related self-efficacy, we adapted the items to tap self-efficacy with reference to one's job (e.g. 'When facing difficult tasks at work, I am certain that I will accomplish them'). The items were rated on a five-point Likert scale ranging from (1) 'totally disagree' to (5) 'totally agree'.
We measured vicarious experience with a modified version of the vicarious learning subscale derived from the sources of self-efficacy scale by Lent et al. (1991) . We adapted the items to measure vicarious learning from one's partner concerning job-related selfefficacy. The adapted scale finally consisted of eight items (see Appendix for exact wording of all items) and was again rated on a five-point Likert scale (1 = 'totally disagree'; 5 = 'totally agree').
We measured verbal persuasion with a modified subscale of Lent et al.'s (1991) sources of self-efficacy scale. This time, we adapted eight items to assess the degree of perceived verbal persuasion by the partner regarding one's job-related self-efficacy (see Appendix for exact wording of all items). Again, all items were answered on a five-point Likert scale (1 = 'totally disagree'; 5 = 'totally agree').
We measured work engagement with the nine items of the short version of the Utrecht Work Engagement Scale (Schaufeli et al., 2006 ; e.g. 'At my work, I feel bursting with energy').
Construct validity
To ensure that job-related self-efficacy, vicarious experience, verbal persuasion, and work engagement constitute distinct constructs, we conducted multilevel confirmatory factor analyses (CFAs) with Mplus, taking into account the person -as well as the couplelevel of our data set. Results from the CFAs revealed a better fit of the assumed fourfactor model (χ 2 = 684.719, d.f. = 489, χ 2 /d.f. = 1.400, RMSEA = .044, CFI = .950) than the best fitting three-factor model (Satorra-Bentler scaled (S-B) Δχ 2 = 123.160, Δd.f. = 3, p < .001), the best fitting two-factor model (Satorra-Bentler scaled (S-B) Δχ 2 = 439.734, Δd.f. = 5, p < .001), and the one-factor model (Satorra-Bentler scaled (S-B) Δχ 2 = 614.687, Δd.f. = 6, p < .001).
Control variables
Person-level control variables. Concerning the relation between age and self-efficacy, Bandura (1997: 196) states that self-efficacy beliefs in 'the major areas of functioning' tend to stabilize in middle age. This could result in older participants being less easily affected by their partners. Additionally, some studies indicate that the relation between job-related self-efficacy and other constructs also seems to depend on the participants' gender (Schmitt, 2008; Wang et al., 2010) . Thus, men and women could be unequally affected by their partners' self-efficacy. We therefore controlled for age and gender (1 = female; 2 = male) in our analyses. Furthermore, the average time spent with the partner is imperative to control. The more time both partners spend together, the more likely vicarious experience and verbal persuasion are to happen. Thus, we also controlled for the average length of interaction with the partner during the week (in hours).
Couple-level control variables. We assumed that the longer the couples had been together already the more likely it would be that self-efficacy crossover had occurred. Thus, we controlled for the length of the couples' relationships (in years). Furthermore, having children can be associated with an increased perceived conflict between family and work, which in turn can decrease a person's job-related self-efficacy (Wang et al., 2010) . Thus, we also controlled for whether or not the couple had children (0 = no children; 1 = children).
Variables used in additional analyses
On the person level we measured how the partner rated his or her general similarity to his or her partner at the time they met for the first time. We hereby instructed participants to think back to the time they had met their partners for the first time and assess their similarity at that time with two self-constructed items on a five-point Likert scale ranging from (1) 'not at all' to (5) 'extremely' ('When you and your partner met: How similar were you with respect to … (1) … your success at work; (2) … your conviction in your capabilities').
On the couple level we assessed the similarity of both partners with respect to their education. We had asked both partners separately if they had finished a university or technical college. From the answers we generated a dichotomous educational similarity index (0 = low educational similarity; 1 = high educational similarity).
Data analysis
Partners within relationships share a lot of common external influences and affect each other through their regular interaction. Thus, when analyzing the transmission of psychological states within couples one has to take into account this common variance shared by the couples. Technically speaking, our data were structured hierarchically, with persons being nested within couples (Bryk and Raudenbush, 1992) . We therefore applied hierarchical linear modeling to analyze our data, using the actor-partner interdependence model (APIM; Kenny et al., 2006) . In line with earlier APIM-studies (e.g. Knabb et al., 2012) , we included each person within the couple both as the 'actor' and as the 'partner' into analyses. This way the APIM allows analysis of intra-individual effects (so-called 'actor effects') as well as inter-individual effects (so-called 'partner effects') within a couple. 'Partner effects' describe the reciprocal relation between the partners, i.e. in our sample the crossover of job-related self-efficacy between men and women as well as between women and men. For these analyses we used the HLM 6 software package (Raudenbush et al., 2004) . We centered all person-level as well as couple-level predictor and control variables at the grand mean. Table 1 shows means, standard deviations, zero-order correlations, and Cronbach alphas for all study variables.
Results
Preliminary analyses
In a first step, we calculated the amount of variability between persons and couples for all of our predictor, mediator, and outcome variables to affirm hierarchical linear modeling to be the appropriate analysis procedure. Thus, we computed the intra-class correlations for job-related self-efficacy, vicarious experience, verbal persuasion, and work engagement based on the two-level intercept-only models (null models) of the respective variable. For job-related self-efficacy, 75 per cent of the variance was attributable to between-person variations, whereas 25 per cent of the variance was attributable to between-couple variations (see null model in Table 2 ). For vicarious experience, the variance component on the person level was .21 (SE = .03) and the variance component on the couple level was .08 (SE = .03). Therefore, 72 per cent of the variance of vicarious experience was attributable to the person level and 28 per cent of the variance was attributable to between-couple variations. For verbal persuasion, the variance component on the person level was .24 (SE = .03) and the variance component on the couple level was .19 (SE = .05). Thus, 55 per cent of the variance of verbal persuasion was attributable to variation between persons and 45 per cent of variance was attributable to the couple level. Finally, for work engagement, 56 per cent of variance was attributable to betweenperson variations whereas 44 per cent of variance was attributable to between-couple variations (see null model in Table 3 ). To sum up, a substantial proportion of variance was explained on the couple level with variations ranging from 25 per cent to 45 per cent, emphasizing the importance of taking into account the couple level in our analyses.
Test of hypotheses
The crossover of job-related self-efficacy (Hypothesis 1). To test Hypothesis 1, we compared three nested models: the null model, Model 1, and Model 2. In the null model, the intercept was included as the only predictor. In Model 1, all control variables at the person level (i.e. partner's age, gender, and the couple's average length of interaction during the week -rated by the partner) and couple level (i.e. the couple's length of relationship [in years] and whether the couple had children or not) were added. In the final model (Model 2), we included the actor's self-efficacy as the core predictor variable. We compared the model fit of these nested models by calculating the difference between a model's likelihood ratio and the previous model's likelihood ratio. This difference follows a chi-square distribution, and the degrees of freedom correspond to the number of variables added in each model. Results are depicted in Table  2 . Model 1 (including the control variables) showed a significantly better model fit . Also, the unstandardized estimate of the actor's job-related self-efficacy was highly significant. To conclude, as hypothesized, the actor's job-related self-efficacy predicted the partner's jobrelated self-efficacy. Thus, data supported Hypothesis 1.
Mechanisms linking the crossover of job-related self-efficacy (Hypothesis 2).
To test Hypotheses 2a and 2b, we first tested whether both hypothesized mediator variables (i.e. partner's perceived vicarious experience and verbal persuasion) were predicted by the actor's jobrelated self-efficacy. As expected, the actor's job-related self-efficacy positively predicted both the partner's perceived vicarious experience (γ = .456, SE = .071, t = 6.442, p < .001) and the partner's perceived verbal persuasion (γ = .236, SE = .088, t = 2.678, p < .01) (after controlling for the same control variables as in Hypothesis 1). In a second step, we tested whether both mediator variables significantly predicted the partner's job-related self-efficacy. We thereby compared the same three models as we did when testing Hypothesis 1. This time, however, in a fourth step, we included vicarious experience and verbal persuasion as mediator variables (Model 3). The results are again depicted in Table 2 . Adding both mediator variables in Model 3 resulted in a highly significant improvement of model fit over Model 2 (Δ − 2 × log = 46.918, d.f. = 2, p < .001). Furthermore, the partner's perceived vicarious experience and verbal persuasion were significant predictors for the partner's job-related self-efficacy (see Table 2 ). To test the indirect effects of the actor's job-related self-efficacy on the partner's job-related self-efficacy via the partner's vicarious experience and verbal persuasion, we bootstrapped both indirect effects simultaneously with a single-level bootstrapping approach as recommended by Preacher and Hayes (2008) for multiple mediator models. The indirect effect from the actor's jobrelated self-efficacy on the partner's job-related self-efficacy through vicarious experience was . 
Work-related consequences of the crossover of job-related self-efficacy (Hypothesis 3)
. Hypothesis 3 postulated that the actor's job-related self-efficacy indirectly relates to the partner's work engagement via the partner's job-related self-efficacy. However, we did not hypothesize a direct effect of the actor's job-related self-efficacy on the partner's work engagement. According to Mathieu and Taylor (2006) , this is a case of an indirect effect. The test of Hypothesis 1 had already shown that the actor's job-related self-efficacy positively related to the partner's job-related self-efficacy. To test whether the partner's jobrelated self-efficacy was positively related to his or her work engagement we again applied hierarchical linear modeling (see Table 3 ). Our analyses revealed that Model 1 (including the control variables) showed no better model fit than the intercept-only model (Δ − 2 × log = 4.224, d.f. = 5, ns). None of the control variables significantly predicted the partner's work engagement. Furthermore, including the actor's job-related self-efficacy in Model 2 did not result in a better model fit as well (Δ − 2 × log = .028, d.f. = 1, ns). Thus, as expected, the actor's job-related self-efficacy did not directly predict the partner's work engagement. However, including the partner's job-related selfefficacy in Model 3 resulted in a significant improvement over Model 2 (Δ − 2 × log = 66.004, d.f. = 1, p < .001) with the partner's job-related self-efficacy being a significant predictor of his or her work engagement. To test the indirect effect of the actor's jobrelated self-efficacy on the partner's work engagement via the partner's job-related selfefficacy, we again bootstrapped the indirect effect of the actor's job-related self-efficacy on the partner's work engagement through the partner's job-related self-efficacy. We hereby used the approach to test ordinary single-level mediation as described by Preacher and Hayes (2004 
Additional analyses
Ruling out alternative explanations: Assortative mating. To rule out the alternative explanation referring to the partners' initial similarity we tested whether the couples' educational similarity as well as their initial general similarity moderated the crossover effect. We again applied hierarchical linear modeling comparing four nested models: The null model, Model 1 (including the same control variables as in the previous analyses), Model 2 (including the main effects, i.e. general similarity, educational similarity, and the actor's job-related self-efficacy), and Model 3 (including the interaction terms). Table 4 shows the results. Analyses showed that neither the couples' general nor their educational similarity were significant moderators influencing the strength or direction of the relation between both partners' job-related self-efficacy. 1 Thus, crossover of job-related self-efficacy seems to occur irrespective of the couple's initial similarity.
Testing gender as a moderator. One might argue that gender moderates the strength of crossover effects (Bakker et al., 2011; Demerouti et al., 2005) . For example, concerning the crossover of stress and strain, Westman (2001) hypothesized women to be more susceptible to crossover effects than their male partners. However, empirical evidence concerning gender effects within crossover processes is quite inconsistent (Westman, 2001) and therefore hard to hypothesize a priori. Thus, we tested potential moderator effects of gender on the crossover of job-related self-efficacy with an exploratory approach. In a first step, we tested if gender moderates the overall crossover of job-related selfefficacy. We included -in addition to the main effects of the actor's job-related self-efficacy and the partner's gender -the interaction between the actor's job-related self-efficacy and partner's gender in the regression equation and compared this model with Model 2 reported in Table 2 . We found that for the prediction of the partner's job-related self-efficacy, including the interaction term in the equation did not result in a significant improvement over Model 2 (Δ − 2 × log = .059, d.f. = 1, ns). Also, the interaction term was no significant predictor of the partner's job-related self-efficacy. This means that the overall crossover of job-related self-efficacy does not differ between men and women.
Furthermore, we tested whether the prediction of our hypothesized mediators, i.e. partner's perceived verbal persuasion and vicarious experience, was moderated by .061 (.025)
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gender. We included the interaction term between the actor's job-related self-efficacy and the partner's gender in the equation and compared this model with the equation in which only the main effects of the actor's job-related self-efficacy and the partner's gender were included. Concerning verbal persuasion, including this interaction term neither resulted in a significant improvement of model fit (Δ − 2 × log = .75, d.f. = 1, ns) nor was the interaction term a significant predictor of the partner's perceived verbal persuasion. Thus, concerning the prediction of partner's perceived verbal persuasion, there are no gender differences. By contrast, concerning vicarious experience, the inclusion of the interaction term between the actor's job-related self-efficacy and the partner's gender resulted in a better model fit (Δ − 2 × log = 4.487, d.f. = 1, p < .05). Also, the interaction term significantly predicted the partner's perceived vicarious experience. This moderation is illustrated in Figure 2 and suggests a steeper slope for women than for men.
As suggested by Preacher et al. (2006) , we probed the simple slopes. Simple slopes were significant for both male and female partners (female partners: estimate = .61, SE = .10, z = 6.10, p < .001; male partners: estimate = .31, SE = .10, z = 3.26, p < .01). Thus, despite significant moderation, the actor's job-related self-efficacy predicted the partner's perceived vicarious experience, both for male and female partners. This finding suggests that although men seem to be a stronger role model for their female partners than vice versa, the relation between the actor's job-related self-efficacy and the partner's vicarious experience is significant for both male and female partners.
To conclude, the overall crossover of job-related self-efficacy occurs for both men and women. Also, the mechanisms underlying this crossover process are similar for men and women. Although women seem to be more prone to behavioral modeling concerning job-related self-efficacy by their male partners than vice versa, men's perceived vicarious experience was significantly predicted by their female spouses as well. For verbal persuasion there was no moderating gender effect at all.
Discussion
The aim of this study was to examine the crossover of job-related self-efficacy, the mechanisms linking the crossover process, and its work-related consequences. We showed that the actor's job-related self-efficacy crosses over to the partner's job-related selfefficacy and that this crossover effect is mediated by the partner's perceived vicarious experience and verbal persuasion. In a further step, we showed that the crossover of jobrelated self-efficacy indirectly relates to the partner's perceived work engagement.
Research contributions
In our study, we wanted to contribute to existing research in two central ways. First, we wanted to add to research on sources of employees' job-related self-efficacy. Until now, research on sources of employees' job-related self-efficacy has merely focused on workrelated antecedents (Eden et al., 2000; McNatt and Judge, 2008) . However, focusing exclusively on these work-related antecedents -though offering interesting results -had shown that a large portion of the variance in a person's job-related self-efficacy remains unaccounted for (e.g. McNatt and Judge, 2004) . Thus, because a person's work and private lives are mutually intertwined (Eby et al., 2005; Voydanoff, 2002) , we proposed that non-work-related sources might additionally predict a person's job-related self-efficacy. Our finding of a crossover of job-related self-efficacy between working partners supports this proposition. Of course, this crossover process can also only partly explain a person's job-related self-efficacy. Nevertheless, our results highlight that in order to gain a better understanding of how a person's job-related self-efficacy develops, sources outside the focal person's immediate work environment -and especially this person's working partner -should be taken into account. Moreover, we found that the crossover of job-related self-efficacy is mediated by two central sources of self-efficacy as proposed by Bandura (1997) : the partner's perceived vicarious experience and verbal persuasion. Although vicarious experience and verbal persuasion have already been taken into account as work-related antecedents of employees' job-related self-efficacy (Eden and Kinnar, 1991; Mellor et al., 2006; Prussia and Kinicki, 1996) , our results suggest that similar processes occur between partners in dual-earner relationships. Thus, a person's partner seems to be an additional reference point for his or her job-related self-efficacy and therefore, most likely, by interacting and talking to the partner, a person's own jobrelated self-efficacy can be affected.
Second, by investigating the crossover of job-related self-efficacy within working couples we wanted to extend research on crossover processes (Westman, 2001) . Until now, in line with a conflict perspective on the interplay between a person's working and private lives (Hammer et al., 1997) , crossover research has mostly studied the transmission of negative psychological states within dual-earner couples ).
Going beyond this negative crossover perspective, in our study, we showed that jobrelated self-efficacy -as a central positive work-related self-evaluation (Abele and Spurk, 2009; Stajkovic and Luthans, 1998 ) -can also cross over between partners. This finding corresponds to the idea that the interplay between a person's working and private lives can also be enriching (Greenhaus and Powell, 2006) . Additionally, this notion is underpinned by our finding that the crossover of job-related self-efficacy was in turn related to the other partner's work engagement. Thus, one's partner can not only positively affect one's job-related self-efficacy through crossover processes, but this transmission in turn is related to one's work engagement.
In addition to these research contributions, our study sheds more light on the role of one's partner for working life. Previous research has mainly looked at the benefits of one's partner with respect to affective and well-being outcomes, resulting, for instance, from emotional social support (Granrose et al., 1992) or from interpersonal capitalization when talking to one's partner about positive events that happened at work (Ilies et al., 2011) . Our study suggests that one's partner has also the potential to boost one's jobrelated self-efficacy, thereby possibly affecting cognitive-motivational processes at work.
To rule out alternative explanations, we additionally conducted moderation analyses. Hereby, we showed that the crossover of job-related self-efficacy accounts for all couples in our whole sample irrespective of their initial general similarity or educational similarity. This finding is particularly interesting as research on 'assortative mating' (Gonzaga et al., 2007; Tambs and Moum, 1992) has shown that partners' similarity with respect to various attributes such as behavior or personality can -at least to some extent -stem from the initial selection of similar partners. Although we cannot completely rule out an explanation referring to 'assortative mating', the moderator analyses suggest that our core findings cannot be accounted for by the partners' initial similarity on some core features. Furthermore, to test for possible gender asymmetries, we examined whether the partner's gender was a moderator in the crossover process. Overall, the results of these additional analyses showed similar crossover patterns for men and women. We found no moderation effect of partner's gender for the overall crossover of job-related self-efficacy. Moreover, verbal persuasion and vicarious experiences mediated the crossover of job-related self-efficacy for both men and women. However, although significant for both sexes, women's selfefficacy experiences seem to be more strongly modeled by their male partners than vice versa. Although previous research on gender effects in crossover processes has brought quite inconsistent results, this finding goes in line with Westman's (2001) proposition of stronger crossover effects of strain on female partners than vice versa.
Research limitations
Our study has some limitations. First, the study was cross-sectional, which impairs causal interpretations of our findings. However, by performing additional similarity analyses, we tried to rule out the most obvious alternative explanation -the similarity of the partners' job-related self-efficacy owing to initial similarity in educational level and other core variables. Our moderation analyses showed that the crossover effects stayed significant when taking the similarity measures into account. However, although grounded in Bandura's self-efficacy research (1997), other processes might account for our study results. For example, work engagement also has been found to cross over between partners (Bakker and Demerouti, 2009 ). Therefore, alternatively or additionally, the positive association between both partners' job-related self-efficacy might also be owing to a crossover of work engagement. Thus, future research should try to replicate our findings using methodological approaches that allow stronger causal conclusions.
A second limitation of our study is that it relied exclusively on self-reports. Using self-report data increases the risk of common method bias (Podsakoff et al., 2003) . We tried to reduce common method variance by letting both partners rate their job-related self-efficacy independently. Furthermore, multilevel confirmatory factor analyses revealed that job-related self-efficacy, vicarious experience, verbal persuasion and work engagement constituted empirically distinct constructs. Future research, however, should validate our findings by using data from other sources such as work engagement ratings from co-workers.
Practical implications and future research
Our study showed that job-related self-efficacy unfolds its impact beyond the work context. Thus, high job-related self-efficacy is not only beneficial for a number of job-related outcomes (Abele and Spurk, 2009; Stajkovic and Luthans, 1998) ; it also seems to be brought home, thereby affecting one's partner via crossover processes. This finding has practical implications for dual-earner couples and the organizations they work in, and reveals important questions for future research.
On the one hand, as to our study's practical implications, we want to highlight two central implications. First, concerning partners in dual-earner relationships themselves, when realizing that one's partner currently has a hard time at work, our results suggest that one can support this partner's self-efficacy beliefs actively, for example, through verbal encouragement. This means that by showing faith in one's partner's capabilities one partner seems to be able to foster the other partner's job-related self-efficacy. Also, apparently, speaking about one's own accomplishments and one's ways of dealing with difficulties can additionally model the partner's job-related self-efficacy beliefs.
Second, the positive relation between job-related self-efficacy and work engagement found in our study once again underlines that it is central to increasing employees' jobrelated self-efficacy. Thereby, our results suggest that fostering employees' job-related self-efficacy at work might even have salutary effects on their partners at home. Fostering employees' job-related self-efficacy might then ideally even lead to an inter-individual upward spiral. Specifically, supporting employees' job-related self-efficacy at work (for example, through a leadership style that conveys high performance expectations, a supportive climate, and internal attributions of employees' successes; Eden, 1992) might positively affect their partners via crossover processes that can in turn positively affect the partners' work engagement. Experiencing higher work engagement might then again increase the partners' job-related self-efficacy (Xanthopoulou et al., 2009a) and can then again be transmitted to the employees themselves.
On the other hand, because, to our knowledge, our study was the first to investigate a crossover of job-related self-efficacy, it raises interesting questions for future research. First, our results suggest that there can also be a downside to a crossover of job-related self-efficacy, as low job-related self-efficacy might also cross over between partners. Future research should therefore try to identify moderators that influence the strength of the crossover of job-related self-efficacy. Ideally, this could help employees and organizations to facilitate the crossover of high job-related self-efficacy and to impede the crossover of low job-related self-efficacy. For example, Boundary Theory (Ashforth et al., 2000) postulates inter-individual differences concerning how much people tend to integrate and separate their work and private lives. Thereby, people who integrate both life domains could be more likely to carry home work-related experiences from work into their private lives (e.g. Ilies et al., 2009 ). Applied to the cross over of job-related self-efficacy, if a person tends to separate his or her life domains, he or she possibly will speak less with his or her partner about work-related issues and therefore a cross over of job-related self-efficacy might be less likely to occur. This moderating role of boundary strategies also would have important implications for organizations. For example, they could actively support the crossover of job-related self-efficacy by offering integration supplies like flexible working hours (Kreiner, 2006) . Second, after our study has demonstrated that sources outside one's immediate work context (i.e. one's partner's job-related self-efficacy) are related to a person's job-related self-efficacy, future research might want to examine work-related and non-work sources of job-related self-efficacy in one study. Therefore, the relative importance of the work vs non-work sources could be determined, and it could be tested if these two sources interact (e.g. amplifying vs compensating for each other).
Conclusion
To conclude, the results of our study suggest that a person's non-work social environment and particularly his or her working partner can be an additional source of job-related selfefficacy. This supports the importance of the interplay between work and family (Grzywacz and Marks, 2000) and encourages research and practice to broaden its view on crossover processes as well as on the benefits of careers within dual-earner relationships.
